outcomes, such as increased job performance, reduced turnover and withdrawal cognitions, lower absenteeism rate, and increased organizational citizenship behavior (Mathieu & Zajac, 1990 : Meyer & Allen, 1997 : Meyer, Stanley, Herscovitch, & Topolnytsky, 2002 : Sinha & Jain, 2004 . Moreover, committed employees who are highly motivated to contribute their time and energy to the pursuit of organizational goals are increasingly acknowledged as the primary asset available to an organization (Pfeffer, 1998) .
Behaviors that exceed delineated role expectations but are important and even crucial for an organization's survival are defined as organizational citizenship behaviors (OCB) (e.g. Brief & Motowildo, 1986 : George, 1990 Katz & Kahn, 1966) . The behaviors were first so named by Organ and his colleagues (Bateman & Organ, 1983 : Organ, 1988 in describing Katz's (1964) category of extra-role behaviors. These are behaviors that help the organization but may not be directly or explicitly recognized in the organization's formal reward system (Podsakoff, MacKenzie, Paine, & Bachrach, 2000) . Organ (1988) defines Organizational Citizenship Behavior (OCB) as "individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system and that in the aggregate promotes the effective functioning of the organization." These have also been identified as prosocial organizational behaviors (Brief & Motowildo, 1986) , organizational spontaneity and civic organizational behavior (Borman & Motowildo, 1993) .
A study on Psychological Empowerment and Organizational Citizenship Behavior in IT Manager's was conducted by Jyotsna Bhatnagar and Sheetal Sandhu (2005) , to identify the strength of relationship among the two variables on IT sector in India. Results indicate that managers who perceive psychological empowerment in their occupational environment exhibit organizational citizenship behavior. Meera Shanker and Omer Bin Sayeed (2006) formulated a paper on "Assessing Emotionally Intelligent Managers: Development of an Inventory and relationship with managers' professional development". The findings suggest that emotionally intelligent managers are most valued human resources for the organization as they extensively contribute to organization's capability and resourcefulness.
The study on "Organizational Commitment and its determinants" by Madan Pal Sharma (2006) was designed to find out the situational and personal determinants of organizational commitment. Results indicated that both situational and personal factors contribute to workers commitment to organization. Between the two, situational factors contribute more to commitment than do person-related factors.
The study on "Assessing the relationship between emotional intelligence, occupational self-efficacy and organizational commitment" was conducted by Neerpal Rathi and Renu Rastogi (2009. The research implies that EI and occupational self-efficacy are related with a variety of organizationally desirable outcomes. Therefore an understanding of the levels of EI and occupational self-efficacy will be helpful in taking suitable steps to enhance these competencies among the employees. 3. To assess the extent to which executives possess organizational citizenship behavior. 4. To assess the impact of emotional intelligence on organizational commitment and organizational citizenship behavior.
METHODOLOGY
The sample was selected using purposive sampling technique. The sample consisted of 115 executives working at FCI OEN Connectors Ltd., Cochin. The tools used for the study were: The questionnaires were given to the respondents with appropriate instructions and the data was scored as per the set norms. The results were then tabulated, discussed and conclusions were drawn thereafter. It is thus learned that Emotional Intelligence is required to be possessed at least to a moderate level for better commitment towards one's organization and also to perform extra role behaviors. The study cannot be however generalized because the sample was chosen only from a particular organization. Further research could be done in this for better reliability and validity.
RESULTS

